The objective of the study is to examine the relationship between performance appraisal reactions and employees' outcome in terms of affective organizational commitment and work performance in Pakistan's 5 largest banks, which is situated at federal capital city, Islamabad, by using a data of 101 banking employees. The results of the survey show that performance appraisal reaction has a positive impact on organizational commitment, while it has a significant impact on work performance only for those employees whom have been receiving a high level of perceived regular feedback. This positivity describes the importance of performance appraisal reactions in high level of work performance, which was mediated by regular feedback. The results suggest that formal performance appraisal cannot compensate for low levels of regular feedback. The results derive substantial evidence of work performance by organizational commitment and performance appraisal in banking sector.
INTRODUCTION
Performance appraisal has got significant importance for optimizing the output of employees. (Armstrong, 2006) defined performance appraisal as "the formal assessment and rating of individuals by their managers at usually an annual review meeting". (Murphy and Cleveland, 1995) argued that effective performance appraisal should concentrate on clarity, openness, fairness and recognize efficiency through rewards.
There has been an improved stress on user's reactions to performance appraisal in recent years e.g. (Jawahar, 2007) . (Levy and Williams, 2004) argued that user's reactions to performance appraisal and appraisal process has impact on overall effectiveness of appraisal system. (Murphy and Cleveland, 1995) argued that reactions are almost always related and critical reactions may destroy a well constructed appraisal system. In addition, (Fletcher, 2001) concluded that investigation of individual differences may influence the relationship between performance appraisal reactions and work performance that can identify certain conditions under which performance appraisal is more or less effective. (Kuvaas, 2006) found a positive relationship between performance appraisal reactions and effective organizational commitment, which was moderated by employee's intrinsic motivation. The results further reported the positive relationship between performance appraisal reactions and work performance only for employees with high level of intrinsic motivation.
Performance appraisal reactions research mostly measured some form of performance appraisal satisfaction and acceptance (Keeping and Levy, 2000) . Performance appraisal reactions is defined by goal setting and feedback which is to be informative and recognizable. Goal-setting and feedback are keys to performance appraisal that is believed to affect performance positively and significantly through enhancing the information necessary for work (see (Earley et al., 1990) ; (Fletcher, 2001) ; (Neubert, 1998) .
Direct Relationship Between Performance Appraisal Reaction and Organizational Commitment
Both researchers and practitioners argue that performance appraisal provide positive organizational results when it is taken in systematic way (Pettijohn et al., 2001) . A great deal of attention has been given to organization commitment in past few decades. Commitment has been conceptualized and measured in many ways. Employees who are more committed have fewer intentions to leave the organization. Organizational change challenges the "way things are done in here' and, as a result, individuals experience uncertainty and start having fears about the potential failure in coping with the new situation (Denisi, A.S. & Gonzales, 2000) . Performance appraisal has the capacity to show how an individual behavior can contribute to overall group and organization goals, and thereby enhance organizational commitment (Kuvaas, 2006) . Furthermore, (Latham, 2003) argued that the affective and emotional aspects of super ordinate objective may capture the "hearts" of employees (p. 309). The developmental feedback and goal-setting in Performance Appraisal probably reflects employees feeling that help in communicating super ordinate strategies, goals and vision, which increase affective organizational commitment. The study hypothesize the significant relationship between performance appraisal and effective organizational commitment in Pakistan's banking sector.
H1: There is a direct relationship between performance appraisal reactions and affective organizational commitment.
Goal-setting and feedback are keys to performance appraisal activities in organizations (Earley et al., 1990) ; (Fletcher, 2001) ; (Neubert, 1998) , which increases individual performance. Metaanalyses suggest that overall effect of feedback is positive, but the relationship between feedback intervention and performance is a complex one (Guzzo et al., 1985) ; (Kluger and DeNisi, 1996) . Similarly, goal-setting theory has proved to be among the most important and useful theory in organizational science (Neubert, 1998) . The relationship between goal-setting and performance is moderated by several factors (Locke and Latham, 2002) . The study hypothesizes that employees who perceive that performance appraisal is useful and robust in terms of goal-setting and feedback also will perform well.
H2: There is a direct relationship between performance appraisal reactions and work performance. (Klein and Snell, 1994) argued that there is no standard way to conduct an appraisal interview. It depends on the situation, the relationship of the parties involved, the group and their individual make-up. (Fletcher, 2002) claimed that it is difficult for the all appraises to react in the same way to appraisal process and is probably impossible. (Ilgen et al., 1979) suggested that individual differences probably play an important role in how employees interpret appraisal feedback and how they respond to these interpretations. Consistent with these arguments empirical research suggest that autonomy orientation (Kuvaas, 2007) and employees' intrinsic motivation (Kuvaas, 2006) moderates the relationship between work performance and performance appraisal reaction. In this study, we focused on whether employee perception of day-to-day feedback plays a same role. Since the studies reviewed by (Levy and Williams, 2004) and later studies (Kuvaas, 2006) suggest that there is a positive relationship between organizational commitment and performance appraisal reactions. (Levy and Williams, 2004) refer that the feedback environment of an organization as a proximal variable that is an integral part of the broader performance management system, and argue that factors such as perceived source credibility, quality feedback and frequency should affect appraiser's behaviors. The perceived rate of regular workrelated day-to-day feedback outside formal performance appraisal actions may moderate the relationship between work performance and performance appraisal reactions. First, if employees perceive that they get regular and day to day feedback on how they are doing their job, they may save the limited time available in formal performance appraisal activities to ask for more specific and value-added relevant goal and feedback information. Furthermore, the extent to which there is a high level of regular feedback reflects that appraisers will have more and better information about appraisees. Performance appraisal can be used to the needs of individual employees and to the issues that are not dealt on a regular basis. Accordingly, the study hypothesize that;
Feedback Plays a Moderating Role

H3: The performance appraisal reactions and work performance relationship is moderated by regular feedback.
In contrast, necessary feedback on performance is provided more informally and on regular basis, so high levels of perceived regular feedback may also decrease the effect of performance appraisal reactions on work performance. Then, the value-addition of formal performance appraisal may be limited. In organizations where number of employees compared to the number of managers are more, it will be practically very difficult for the individual manager to provide feedback to his or her employees on regular basis. In such case, performance appraisal may require both the time and space needed for the effective exchange of information and feedback between managers and employees. Furthermore, a busy work environment could make it very difficult for managers to provide regular feedback for all employees. Similarly, if employees perceive low levels of regular feedback, they can utilize the extra effort into taking advantage of the opportunities provided by formal performance appraisal. Stating it differently, implications of performance appraisal may be stronger for those employees who experiences low levels of regular feedback because performance appraisal then can balance for lack of performance relevant information on a more regular basis. On the basis of significant discussion, the research framework of the study is presented in Figure 1 for ready reference. 
Significance of the Study
In today's competitive market, the continued existence of any business is only possible through maximized productivity and minimized expenses. The cost of employing labor is one of highest expenses to any business; hence, a trustworthy method of optimizing employee's or labor's productivity needs to be implemented.
Performance appraisal is such one method through which the productivity of labor/employee can be optimized. It is a formal structure that allows for the continued measuring and assessment of individual behavior and performance. Although, the purpose of this system is not only to measure the performance of human resources but also to find the areas of skill shortage in order to be enhanced and developed through feedback, identifying the potential of human resource that could be utilized in a well-organized way, and communicating and setting objectives more correctly to workers.
Just like significance of having a performance appraisal system, it is also very important to have a correct performance appraisal system. An ineffective or incorrect performance appraisal system can cause a lot of problems and can result in decreasing productivity. There is much debate about the effectiveness of even the best thought out appraisal method. Appraisers are mostly regarded as ineffective due to their leniency, personal biases, strictness, unknowingly distorting the truth (halo effect), stereotyping and other such errors. Similarly doubts are also expressed on the lack information that may result in unjust firing, which can also result in prolonged and costly legal lawsuit for unjust firing through such acts as the "Australian antidiscrimination act (1984) .
It is true that regular feedback and interaction and direct maintenance by superiors would improve the performance of individuals, which as a managerial job which should never be removed. Due to these errors of the appraisers, employees can react unfavorably and can lose their commitment and can result in bad work performance. So there is a need of more research in this field being a serious issue.
Problem Statement
Despite the public speaking of performance appraisals and its affect on commitment and work performance, these relationships are generally assumed rather than tested. (Levy and Williams, 2004) argued that there is a need of more research on the relationship between performance appraisal reactions, employee attitudes and behavior. For that reason, the study examines the relationship between performance appraisal reactions, affective organizational commitment and work performance in the light of moderating variable, i.e. feedback.
Research Objectives
The following are the research objectives of the study, i.e., i) To determine the relationship between performance appraisal reactions and organizational commitment. ii) To determine the relationship between performance appraisal reactions and work performance. iii) To determine whether increasing the regular feedback can increase organizational commitment and work performance.
DATA AND METHODOLOGY
Sample Selection
In this study, sample was selected from five banks of Islamabad, Pakistan. The total 150 questionnaires were sent to the respective banks' employees and received 101 questionnaires dully filled and completed. The response rate was 67.3%.
Type of Study
This study is qualitative in nature because it is based upon the received responses from banks' employees to examine the relationship between performance appraisal, organizational commitment, work performance, and feedback.
Instrument Development/Selection
In order to investigate the relationship between performance appraisal reactions, work performance and organization commitment, this study uses primary data through structured questionnaires. For this purpose an instrument has been adopted. The questionnaire is borrowed from (Kuvaas, 2011) that measured the items on 5 -Likert scale, which shows 1 for strongly disagree to 5 strong agree..
Data Analysis Technique
The study used different techniques for data analysis, i.e. in order to describe the general characteristics of the data and respondents' profile, the study used descriptive analysis and demographic survey respectively. Furthermore, the study used correlation and regression analysis for parameter estimates. Table 1 shows the different constructs that are used in this study for estimation. Source: (Kuvaas, 2010) 
Operationalization of Constructs
DATA ANALYSIS AND RESULTS
In this survey, 79 were males and 22 were females working in their respective banks. The majority of the employees' has a Masters degree and has 5 to 8 years of experience. On average, most of the respondents fall in the age bracket of 28-37. The study check Cronbach's alpha values on questionnaires items and find that the value fall in the range of 0.683 -0.931, which is considered in the acceptable nodes. Table 2 shows the Cronbach's alpha value for ready reference. 
Correlation Analysis
In order to calculate the degree of association among the performance appraisal reaction, work performance, organizational commitment and feedback, this study used correlation matrix and presented the results in Table 3 . Generally, the values of correlation range from -1 to +1. This can be defined as perfect negative correlation to perfect positive correlation. The results show that correlation between performance appraisal and regular feedback is positive and statistical significant. Performance appraisal and work performance correlation is 0.579, while the correlation value between performance appraisal and organizational commitment is 0.560. All of the correlation results confirm the positive relationship between performance appraisal reactions and its antecedents, which implies that higher the regular feedback, work performance, and organizational commitment; higher will be the performance appraisal reactions in banking sector. The correlation value is greater in work performance, followed by organizational commitment, regular feedback, and feedback, thus it shows the importance of work performance among the rest of the predictors in Pakistan's banking sector. Note: ** shows correlation is significant at the 0.01 level (2-tailed). PA shows performance appraisal reactions, FB shows feedback, RFB shows regular
Regression Analysis
Regression analysis is used to find the magnitude of relationship between independent and dependent variables. It is further used to check the hypothesis of the study. The results of regression analysis are shown in the Table 5 for ready reference. The results show that performance appraisal has a positive and statistical significant impact on work performance and organizational commitment with a coefficient values of 0.599, p<0.010 and 0.459, p<0.010 respectively. The results supported the H1 and H2 hypothesis, which is related with the performance appraisal, work performance, and organizational commitment and concluded that good performance appraisal significantly increases employees' work performance and organizational commitment in Pakistan's banking sector. The results are in favor of regular feedback, as it increases both the work performance and organizational commitment, while simple feedback is statistical insignificant, which clearly indicates the importance of regular feedback in organizational setting. The results conclude that there was a positive relationship between performance appraisal and work performance only for employees who perceived that they received high levels of regular feedback, which accept the H3 hypothesis. However some managers and employees may view formal performance appraisal as a way to compensate for low levels of regular day-to-day interaction between managers and subordinates. The results of this study indicate that positive performance appraisal reactions need to accompanied by high levels of regular feedback in order to be positively related to work performance. Certain level of interaction between managers and subordinates beyond formal appraisal activities may be needed for appraisers to successfully drive performance appraisal process to the needs of individual appraises. The results of this study show that regular feedback can help more in improving the work performance and organizational commitment.
CONCLUSIONS
This study suggests that reactions to performance appraisal have substantial impact on the effectiveness of appraisal systems. Still, the relationship between performance appraisal and work performance seems to be more complex than is often assumed in performance appraisal research. Many organizations in developed countries used standardized formats consisting of detailed manuals of how appraisers should conduct performance appraisal and how to perform standardized performance appraisal process. They also provide training to the appraiser in order to improve the performance appraisal process. These formats can also be adopted in Pakistan in order to make the performance appraisal process more effective. Standardized approaches may be chosen for several different purposes, for instance, to gather information and document personnel decisions (Youngcourt et al., 2007) , but the moderating roles of intrinsic motivation and autonomy orientation (Kuvaas, 2006) (Kuvaas, 2007) strengthen the argument that a "one-size-fits-all" strategy will probably not increase employee performance. (Fletcher and Perry, 2002 ) also warned against conducting performance appraisal in a mechanical or "cookbook" fashion. (Klein and Snell, 1994) presented a personenvironment fit approach to performance appraisal, where they found a positive relationship between person-performance appraisal congruency and both turnover intention and organizational commitment. Consistent with the observation that satisfaction with performance appraisal is associated with employee commitment, performance appraisal was positively related to affective organizational commitment in the current study. This particular finding highlights the importance of positive performance appraisal reactions as the point of departure that positively influences employee attitudes in banking sector. 
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